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1. The Manpower Selection and Compensation Study was

undertaken to review recruit selection techniques and develop
cost benefit analyses of compensation incentives for recruit-
ment and retention. Enclosure (1) is the report of the selection
portion of the study. The efficiency and fairness of procedures
used to select enlisted personnel for the Navy and for schools,
jobs, and advancement are scrutinized. The relationships among
selection tests, final school grades, advancement examination
grades, and reports of enlisted performance evaluation are
analyzed.

2. Selection tests, school grades, and advancement examina-
tions were found to be substantially related to one another, but
only school grades related (moderately) to supervisory ratings

of performance. School failure rates were similar for blacks

and whites, but selection tests were less valid for blacks and
often underestimated their school grades. Black candidates

for advancement to paygrade E-4 were underrepresented in white
collar and overrepresented in service occupations, although their
average examination and performance evaluation scores were similar
to those of whites when length of service (LOS) was held constant.
In blue collar and service occupations, black candidates averaged
twice the LOS of whites but had the same average examination
grades. -

3. The study concluded that real gains in selection strategy
would accrue if testing, training, and performance evaluation

were based on job knowledge and skill demands identified by job
inventories. Job knowledge and skill tests could then be devel-
oped to supplement performance ratings. The requisite knowledges
and skills can be learned from appropriate training technologies -
including computerized, self-paced, and peer instruction in addition
to traditional methods - and through job performance aids. Non-
verbal and performance-oriented tests can also be devised to im-
prove selection and classification.
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4. It was recommended that a project manager be appointed

to better direct, coordinate and utilize the personnel research
capability which the Navy already has within the Bureau of Naval
Personnel. It was also recommended that the personnel data system

be significantly upgraded to enable both managers and researchers
to improve selection strategies.

5. The data used in the report was not always complete or
current for a number of reasons. Consequently, the analyses
should be periodically updated to provide a timely picture
particularly of the fairness of Navy selection procedures.
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SUMMARY
OBJECTIVES

The Assistant Chief of Naval Personnel for Personnel Planning and Programming asked
CNA to review the efficiency and fairness of procedures used to select enlisted personnel
for the Navy and for schools, jobs, and advancement. Ways to improve these procedures
were to be suggested.

SELECTION STAGES AND DATA

The first-term enlisted selection process typically includes five stages: enlistment,
classification into occupations, assignment to Class A Schools or the fleet, advancement,
and reenlistment. The data used by the Navy for each stage are shown in figure 1. They
include (1) selection test scores and biographical data for enlistment; (2) Basic Test Bat-
tery (BTB) and in some cases Navy Vocational Interest Inventory scores for classification;
(3) final Class A School grades (FSG) for assignment; (4) Report of Enlisted Performance
Evaluation (REPE), advancement examination grade, experience, and Commanding Officer
(C.0.) recommendation for advancement; and (5) C.O. recommendation for reenlistment.

ENLISTMENT  CLASSIFICATION ASSIGNMENT ADVANCEMENT REENLISTMENT

STAGES RTC 1 A-School Fleet
Y

vy

|
SBTB BTB FSG REPE Co Recomm
ASVAB NVH EXAM
Pkl BIOG Experience
BTB(6YO) Co Recomm

FIG: 1: FIRST TERM SELECTION STAGES AND DATA ITEMS
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Data was collected from several sources by CNA for all but the reenlistment stage.
Unfortunately, it was often incomplete, erroneous, or out of date. Selection test and bio-
graphical data was obtained for FY 1973 accessions from the Enlisted Master Tape (EMT)
maintained by the Bureau of Naval Personnel. Advancement data for the August 1970 E-4
examination was obtained from the Naval Examining Center, including selection test and
biographical data as well as advancement examination grades. Final grades were ohtained
from the Navy Personnel Research and Development Center (NPRDC) for those Class A
Schools in FY 1971-72 that had sufficient numbers of non-whites to permit statistical anal-
ysis. Performance data from a previous CNA shipboard survey was used in conjunction
with BTB scores obtained from the EMT for the respondents. Finally, the results of a
1964 Navy study that came closest to containing all of the main selection items on a large
cohort of men were further analyzed.

NATURE OF SELECTION MEASURES
First, standard statistical techniques were used to analyze the patterns of correla-
tions among selection battery tests to permit us to draw conclusions about their content

and overlap.

ASVAB

The Armed Services Vocational Aptitude Battery (ASVAB) is used as an alternate to the
Navy Basic Test Battery (BTB) for recruiting and classification. It contains nine tests:
word knowledge, arithmetic reasoning, coding speed, mechanical comprehension, space
perception, tool knowledge, and automotive/shop/electronics information.

However, ASVAB Form 1 does not measure nine different things. It measures two
kinds of aptitude factors: verbal-educational aptitude and practical knowledge of tools,
autos, and shop practices. Electronics, mechanical, and spatial tests contain components
of both factors, meaning that verbal-educational aptitude is necessary to do well on these
tests in addition to knowing their subject matter. Form 1 of this interservice battery was
too easy for Navy recruits and inferior to the BTB for predictingfinal grades in Class A
Schools.

BTB

The Basic Test Battery is the mainstay of the enlisted selection and classification pro-
gram. Form 7 contains six tests: word knowledge (GCT), arithmetic reasoning (ARI),
mechanical MECH), shop practices (SP), clerical (CLER), and the Electronics Technician
Selection Test (ETST). It measures two factors similar to but more precisely than those in
ASVAB 1, plus a third factor of clerical speed and accuracy.

~viii-



BTB Form 8 contains tests similar to though shorter than those of BTB Form 7. It
was not analyzed, but is presumed to measure the same things as BTB Form 7. The
printed instructions for all Form 8 tests are at the sixth grade reading level.

SBTB

The Short Basic Test Battery contains shorter versions of GCT, ARI, and MECH tests
in the BTB and is used for recruit mental screening. It measures verbal-educational apti-
tude and mechanical knowledge, but the former is important in taking the MECH test.

The short and long BTBs measure the same factors for whites and non-whites, though
non-whites tend to score somewhat lower on the tests except for CLER.

NVII

The Navy Vocational Interest Inventory (NVII) was designed to measure the interests
of men in 15 ratings. Except for the SK, HM, and CS ratings, the interest scores corre-
late very highly with each other. This suggests that only four distinct patterns of interests
are being measured. However, the NVII is still useful for classification on a trial basis
because of its standardized nature and the fact that men who are satisfied in their ratings
get their highest interest scores for that rating.

REPE

The Report of Enlisted Performance Evaluation (REPE) predominantly assesses a gen-
eral impression of a man in the eyes of his supervisor, and each of the five traits it con-
tains contributes equally to this impression. Only in a minor way does it assess professional
performance and leadership as defined on the report. This partly explains why selection

tests, school grades, and advancement examinations generally do not correlate very well
with REPE.

Problems with Sequential Selection Testing

What happens when recruits are selected with the SBTB and later classified with the
long BTB? If the short and long batteries correlate .80 and only those men who score
above average on SBTB are enlisted, half of the applicants will fail. Of the surviving half,
one out of five will score below average or fail on the long BTB. These are the ones who
cause personnel administrators problems if they have been promised school or occupational
guarantees on the basis of their short battery scores. This situation can be expected when-
ever two kinds of selection measures which are not perfectly correlated are used in sequence
for the same purpose. It will happen if the ASVAB and BTB are used in this way. It will
not happen if only one battery is administered.

-ixX=-



SELECTION EQUITY

Class A School

Evidence of inadvertent selection bias came from a comparison of Class A School
final grades (FSG) and E-4 advancement cycle data for blacks and whites. For eight A
Schools in CY 1971-72 with sufficient numbers of blacks to permit statistical analysis,
failure rates were found to be similar for blacks and whites, recruit and fleet inputs, and
northerners and southerners. Although failure rates were much higher for non-high school
graduate waivers (three times the rate of high school graduate non-waivers), the number of
such waivers was only 15 percent of the blacks and six percent of the whites. The BTB tests
were generally less valid for blacks than for whites.

Selection test bias occurs when a group does better in school than would have been ex-
pected from looking at their selection test scores, e.g., when their FSGs predicted from

the BTB are lower than their actual FSGs. Where this is the case, selection into school
should be made on the basis of predicted FSG, not BTB scores. Test bias could be re-

duced and black participation increased without degrading quality of output by lowering
the BTB cutting score for blacks to the point where their predicted FSGs equal those
of whites at the white cutting score. However, it assumes that other factors pertinent
to school success remain unchanged, and race may mask other factors that are not
accounted for by simply correlating BTB scores with FSGS., Consequently, three other
characteristics of blacks and whites were analyzed: high school graduate versus non-
graduate; recruit versus fleet input; and northern versus southern origin, The im-
portance of these factors in relation to FSG varied from school to school, but they can
result in higher correlations with FSG when used with BTB scores than those attainable
with BTB scores alone. Such factors should be investigated in future BTB validation
studies.

Advancement

Advancement data for 11 ratings which ranged across the occupational spectrum and
had enough blacks in them to permit statistical analysis was analyzed for the August 1970
E-4 advancement cycle. Using U.S. Bureau of the Census occupational classifications, we
found for these ratings that:

e  Half of the blacks versus two-thirds of the whites were candidates for white
collar occupations (AT, ET, HM, RM, SK, and YN)

e About one-fourth of both blacks and whites were candidates for blue collar
occupations (EN, EM, MM, and BM)

-x—



e One-fourth of the blacks but very few whites were candidates for the service
occupation (CS)

Although occupational differences were evident, there were no differences between blacks
and whites in average advancement examination and average performance evaluation (REPE)
scores when length of service was held constant. However, in the blue collar and service
occupations, black candidates generally averaged twice the length of service and time in

rate of whites. In the white collar occupations, such differences were observed only for
Storekeepers.

The contributions of the components of the final advancement multiple differed for
blacks and whites, and both differed from those specified by policy. Advancement examin-
ation scores contributed more for whites than for blacks, while experience factors dis-
played the opposite effect. Only the REPE contribution for both groups approximated that

specified by policy.

When length of service was held constant, BTB scores related moderately to highly
with advancement examination scores for both blacks and whites in all three occupational
groups, but neither BTB nor examination scores bore much relationship to REPE.

SELECTION EFFICIENCY

Effectiveness Prediction

In the 1960s, the three military services studied the characteristics of men who sur-
vived their first enlistment and were recommended for reenlistment. The similarity of
the services' findings was remarkable. The three things that best predicted survival were
educational level (by far the best predictor); AFQT, GCT, or a similar test of verbal
ability; and age, often curvilinear in that the youngest and oldest did not survive at the
rate that others did. The Navy 1s reanalyzing the original data and looking at recent
experience including that of minorities and women. This was facilitated by the newly
created Naval Recruiting Command data bank on accessions to the Navy and discharges
from recruit training,

Performance Prediction

BT'B, FSG, and advancement examination scores are related to one another. Although
neither BTB nor advancement examination scores relate to REPE - which is at best a par-
tial measure of job performance - BTB has a moderate relationship to pay grade for white
and blue collar ratings when length of service is held constant.

Across occupational groups, only FSG relates to REPE, albeit modestly. What BTB,
advancement examination scores, and REPE have in common, they share with FSG. Thus,
FSG is a key measure of performance in the current enlisted selection system.
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Advances in enlisted selection strategy will require coordinate improvements in these
selection, training, advancement, and performance tools. To this end, a review of the
military and civilian research literature suggests some important ideas and techniques
that merit consideration or further implementation by Navy personnel managers and
researchers.

IMPROVING SELECTION STRATEGIES

Selection Testing

Nonverbal or culture fair paper-and-pencil tests have not proved useful in reducing
selection bias. Job sample aptitude tests, on the other hand, have been shown to mini-
mize bias and increase selection efficiency. Their development costs can be partially
offset by more accurate classification, reduced training time, more efficient job per-
formance, and increased job satisfaction.

Training Techniques

Two very promising training techniques have proven to be cost effective in the long
run when properly implemented: computer assisted instruction and peer instruction. They
have led to economies in training, better student motivation, and enhanced performance
when their self-pacing and training-to-mastery procedures are geared to actual job knowl-
edges and- skills.

Traditional courses are more efficient when they are designed to be performance-
oriented, functional in content, and provide immediate feedback on progress toward
mastery of course content. The emphasis must be on teaching only what is necessary to
perform operational and support job tasks, not on "nice to know' or extraneous material.
What should be taught must also be taught well, and the entire training administration must
focus on relevancy and instructional proficiency.

Since most training courses are rewritten periodically, the cost of "doing it the old
way' can be applied to the development of computerized, peer, and performance-oriented
instructional technologies.

Both fully-proceduralized job performance aids that require minimal decision making
and advanced decision-making aids have been shown to reduce trainee qualifications and

training and maintenance times, while improving job performance.

Performance Measurement

Job performance ratings are useful only if made by capable performers who evaluate
men in comparison with their rating and paygrade peers. Even then, ratings are supple-
mentary measures at best. Job knowledge tests are the most valid measures where the

=-Xii~



use of perceptual, motor, cognitive, and social skills are minimal, but they must test only
what is needed for actual job performance. Where such skills are involved, job sample
tests are more valid performance measures. For jobs that include both knowledge and
skill factors, both kinds of tests are needed.

Job Analysis

Knowledge of the significant tasks actually performed on jobs is crucial to the design
of efficient and effective selection, training, advancement, and performance evaluation
procedures. The use of carefully constructed job inventories that are completed by workers
themselves has proven to be an economical method that produces quantifiable and reliable
information for these purposes.

Methodology

The typical correlational approach to validating selection tests ignores the base rate
(proportion who can successfully perform) of aptitudes in the recruit population, the selec-
tion ratio (proportion of total input selected), and the organizational gains or losses re-
sulting from correct and incorrect personnel decisions. Decision theory takes these
factors into account and, using recent advances in psychological scaling to measure utility
to the organization, can supplement correlational analysis by producing new insights into
the real value of tests for making personnel decisions.

RECOMMENDATIONS

A project manager should be appointed to better direct, coordinate, and utilize the
personnel research capability that already exists in the Bureau of Naval Personnel. At
the same time, the personnel data system must be upgraded to enable both managers

and researchers to improve enlisted selection strategies from the recruitment through
the retention stages.
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INTRODUCTION
OBJECTIVES

With the advent of an all volunteer force, the Navy had given added attention to the pol-
icies and procedures used to select recruits for schools and ratings and then for advance-
ment and retention. This study (1) reviews and analyzes selection policies, techniques,
research, and data, and (2) suggests strategies that might increase personnel performance
and effectiveness while affording equal opportunity to recruits and other first-term enlisted
personnel.

From an institutional viewpoint, the Navy seeks to get the best man for the job through
the selection process. From the individual viewpoint, a person seeks the job he thinks is
best for him. Since what is best for the Navy is not necessarily best for the individual,
some compromise between these goals is necessary. Savings due to increased personnel
effectiveness and performance must be balanced against the costs of selection, so the com-
promise is the partial individualization of personnel selection decisions by identifying par-
ticular groups of people for whom different selection rules may apply. Thus, this study is
a systematic overview of the Navy selection process to identify alternatives that might im-
prove the efficiency and equity of enlisted personnel decisions.

DATA

The major stages and data of the Navy enlisted selection process are listed in table 1.

TABLE 1
NAVY ENLISTED SELECTION STAGES AND DATA
Stage Data
Selection Armed Services Vocational Aptitude Battery

Short Basic Test Battery
Biographical Data

Classification Basic Test Battery

Navy Vocational Interest Inventory
Assignment Class A School final grade
Advancement Advancement examination score

Enlisted Performance Evaluation
Length of service and time in rate
CO recommendation

Reenlistment CO recommendation, including
Enlisted Performance Evaluation

Pay grade
=



Detailed descriptions of the data and procedures for each selection stage are contained
in appendix A. We will concentrate on those major components for which sufficient data
were available for analysis: The Armed Services Vocational Aptitude Battery (ASVAB),
Short Basic Test Battery (SBT'B), Basic Test Battery (BTB), final grades in Clags A Schools
(FSG), advancement examination data, the Report of Enlisted Performance Evaluation
(REPE), and biographical data such as race and education.!

Numerous analyses of selection data have been made by the Naval Personnel Research
and Development Center (NPRDC). Most are fragmentary in the sense that the complete
range of selection data on individuals is not included in one analysis. The reason for this
becomes apparent upon even cursory investigation: there is no readily accessible file or
set of files that contains all of the major data elements. The sources and coverage of the
data we analyzed are shown in table 2.

TABLE 2
SELECTION DATA AVAILABILITY

Selection Data

Source Date Biog Test School Adv  Perf
BuPers Enlisted Master Tape FY 1973 X X
Naval Examining Center Aug 1970 X X X X
Naval Personnel R &D Center CY 1964 X X X X
CY 1966 X X
CY 1971-72 X X X
Center for Naval Analyses Jan 1972 X ‘X X

The Enlisted Master Tape (EMT) contains BTB scores and biographical data, but no
school or advancement grades or performance marks. Naval Examination Center (NEC)
computer tapes include advancement grades, BTB scores, and performance marks, but not
school grades. Class A School grade reports are periodically collated with EMT files by
NPRDC for validating BTB against school grades, but the school data file maintained in

lTechnically speaking, the whole process involves only selection and placement decisions.
Selection denotes acceptance or rejection, and this occurs at the beginning and end of the
first enlistment term. On the other hand, placement denotes assignment of all individuals
to one of two or more treatments: to one of several A Schools or to the fleet; to one of
several assignments; or to one of the three possibilities at the end of the advancement
cycle - pass, pass but not advanced, or fail. In placement, no one is rejected from the
Navy as in a selection decision.



BuPers indicates only if the person passed or failed, not his final grade. If the EMT,
school grade, and NEC files were merged for a particular cohort of recruits, performance
marks would be missing for those who did not take advancement examinations: this data

is located in the individual's service record at his local command. There is also a prob-
lem with missing data (particularly BTB scores) for perhaps one-fifth of a given cohort,
and with erroneous entries for other data elements. The relatively small number of
minority personnel in many schools and ratings also is a problem, requiring grouping

of data to achieve sufficient sample sizes for analysis.

Because of these problems, a definitive and complete analysis of the relationships
among selection data could not be made. However, different combinations of data can be
put together in such a way as to indicate the general magnitude and pattern of relation-
ships, and these will be useful in assessing the éfficiency and equity of selection decisions.

METHODS
Analyses will focus on personnel performance when current selection procedures are
used and if alternate procedures were followed to determine the gains that might result

from their use.

Improvements

The major selection tool used by the Navy is the Basic Test Battery (BTB). One of its
tests is a predictor of first term survival or "effectiveness, " while various combinations
of the tests that maximize the prediction of final school grades (FSG) are used to select
men for Class A Schools.

It follows that a measure of the efficiency of this selection strategy should compare
the difference between actual and predicted FSGs. If predicted grades are higher than
actual grades, students are not performing as well as expected on the basis of their test
scores. If predicted grades are lower than actual grades, students are performing better
than expected on the basis of their test scores. When observed differences between pre-
dicted and actual grades are reduced to zero, school selection strategy is optimized.

Preliminary work has shown that in some A Schools, blacks perform better than ex-
pected from their BTB scores, whereas whites perform as expected. Thus, blacks with
tests scores below the established BTB cut score could have been selected who would have
been as "successful” in A School as whites with higher test scores. This suggests that a
more efficient policy for selection to certain A Schools could be instituted.



The approach can be applied to other stages of the selection process, for example,
predicting Report of Enlisted Performance Evaluation (REPE) marks from final school
grades for different groups to determine if under- or overprediction exists.

Innovations

Another alternative to current selection procedures involves the search for better
measures of aptitude, achievement, and performance. If current job performance eval-
uations do not adequately measure what is really necessary to do the job, this is obviously
the place to start. The next step is to design training courses that efficiently teach what
is immediately necessary to perform the job, taking into consideration the different ways
and speeds at which people learn knowledges and skills. Once this is done, initial selec-
tion measures that are directly relevait to the specific training and performance meas-
ures can be developed. '

Because jobs vary widely in their required different knowledges and skills, appro-
priately designed selection and training procedures will vary in their content and applica-
tion. For example, if a job requires verbal and arithmatic abilities, people should be
selected and taught on the basis of these abilities. If a job requires motor and perceptual
skills, people should be selected and taught on the basis of demonstrated motor and per-
ceptual capabilities, not on the basis of other aptitudes or theoretical knowledge.

The improvement and innovative selection approaches are complementary where the
total selection program is geared to actual job performance. If it is not, a search for
better measures must be conducted if any real gain in selection strategy is to be made.



EVALUATING CURRENT SELECTION STRATEGIES

In this section, the relationships among Basic Test Battery scores (BT'B), final school
grades (FSG), advancement examination grades, and job performance measures will be
evaluated for different ratings and groups to determine the efficiency and equity of cur-
rent selection procedures.

COMPOSITION OF SELECTION MEASURES

Before these evaluations were made, the internal structure of three selection bat-
teries, the Navy Vocational Interest Inventory (NVII), and the Report of Enlisted Per-
formance Evaluation (REPE) were analyzed to determine what they actually measure in
contrast to what they purportedly measure. The several composites from the three bat-
teries were also compared, and problems inherent in using different batteries for selec-
tion and classification were examined. The detailed results of these analyses are contained
in appendix B. A summary of the results follows.

Selection Batteries

The six BTB and nine ASVAB tests used for classifying men to Class A schools both
reliably measure two aptitude factors: verbal-educational aptitude and mechanical-spatial
aptitude. The BTBtests are "purer' measures of these factors than the ASVAB tests,
some of which are mixtures of both aptitude factors. The three tests in the short BT B
used for recruit screening measure two factors: verbal-educational aptitude and mechan-
ical knowledge. The mechanical test is a mixture of both factors. The three selection
batteries measure the same factors for white and non-whites, although non-whites on the
average score lower than whites on most of the tests.

Because no test is perfectly reliable and similar tests cannot correlate perfectly with
one another, the successive use of different batteries for selection and classification will
inevitably result in some examinees who pass the first but fail the second battery. The
only way to avoid this is to administer only one battery.

NVII

The 15 occupational (rating) scales on the Navy Vocational Interest Inventory measure
very similar patterns of interests except for Storekeepers, Hospitalmen, and Commissary-
men. They are still useful as a supplement to the selection batteries for classification
because they are standardized measures of interest, and men who are satisfied with their
rating get their highest interest scores for that rating.



REPE

The Report of Enlisted Performance Evaluation assesses a general impression of a
man in the eyes of his supervisor. Each of the five traits rated on the report contribute
equally to this impression. Only in a minor way does REPE evaluate job proficiency and
leadership.

With these results in mind, we now turn to the evaluation of current selection strate-
gies for enlisted personnel.

SELECTION FOR SCHOOLS, ADVANCEMENT, AND JOBS

Class A School

To determine the efficiency and equity of selection for Class A School, BTB and final
grade data from eight schools with sufficient numbers of black students for analysis were
obtained from the Navy Personnel Research and Development Center (NPRDC) for CY 1971-
72. Final school grades are averages of grades in knowledge or theory and practical or
operations phases of a course. Thus, they are based both on written examinations and
skill demonstrations.

Group Differences

The distribution of trainees in these schools by race, education, source, waiver, 1 and
pass/fail status is contained in table 3. Althogether, there were nearly 7,900 whites and
350 blacks.

Failure rates for the total sample are given in table 4. They are about the same for
race, source, and geographic area, but dramatically different for high school graduation
and waiver status. Non-high school graduates and waivers had failure rates three times
greater than those of high school graduates and non-waivers, and this was true for both
whites and blacks. However, the inputs of non-high school graduates and waivers were
small, about 6 percent and 15 percent, respectively.

Little more than 4 percent of the total input was black, but 42 percent of blacks en-
tered school on waivers compared to 14 percent of whites. With regard to source, there
was no difference in failure rates between recruit and fleet waivers (about 20 percent each),
or between recruit and fleet non-waivers (about 6 percent each).

1A waiver allows men with BTB scores below those required for Class A School qualification
to enter school. Normally for a recruit 3 standard score points for each test in the BTB
selector composite can be waived. For a man with fleet experience, up to 10 standard
score points for each test in the composite can be waived. See appendix B for a descrip-

tion of the BTB selectors for Class A Schools.
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TABLE 3
DISTRIBUTION OF A SCHOOL SAMPLES

White (7, 894) Non-white (348)
HSG Non-HSG HSG Non~-HSG
(7, 393) (501) (331) a7
Pass Fail Pass Fail Pass Fail Pass Fail Total
Waiver 153 31 23 11 21 3 1 0 243
Fleet
1,324y DNom-
Source ¢ waiver 900 57 78 4 40 0 2 0 1,081
Waiver 654 153 62 36 96 16 3 5 1,025
Recruit
6,918) on-
? Waiver 5,124 321 237 50 147 8 6 0 5,893
Total . 6,831 562 400 101 304 27 12 5 8,242
TABLE 4

CHARACTERISTICS AND FAILURE RATES
OF A SCHOOL SAMPLES

Group Percent input Percent failure
White 95.8 8.4
Black 4.2 9.2
HSG 93.7 7.6
Non-HSG 6.3 20.5
Rct source 83.9 8.5
Fleet source 16.1 8.0
Non-waivers 84.6 6.3
Waivers 15.4 20.1
North 67.8 7.8
South 32.2 9.9
Total 100.0 8.4



Table 5 shows that the failure rate of non-high school graduates was about twice that
of high school graduates for both non-waivers (14 versus 6 percent) and waivers (37 versus
18 percent). Compared to the total sample failure rate of 8 percent, non-high school grad-
uate waivers failed at nearly five times the rate, 37 percent.

TABLE 5

FAILURE RATES BY EDUCATION AND WAIVER STATUS

HSG Non-HSG Total

Pass Fail Pass Fail Pass Fail

Waiver 924 203 89 52 1,013 255
(18.0%) (36.9%) (20.1%)

Non-waiver 6,211 386 323 54 6,534 440
(5.8%) (14.3%) 6.3%)

Total 7,135 589 412 106 7,547 695

(7.6%) (20.5%)

If we group the schools by BTB selectors and the type of training they offer and look at
their waiver status and failure rates, the picture in table 6 emerges. The largest per-
centage of blacks, 9 percent, were in the medical area (HM and DT), and 36 percent of
them were waivers. Nonetheless, their failure rate was the same as that of the whites.
The smallest percentage of blacks, 2 percent, were in the mechanically-oriented aviation
schools (AMH, AMS, AVI), and 56 percent entered on waivers. The failure rate of black
waivers also was the same as that of white waivers in these schools. For the total sample,

17 percent of black waivers failed compared to 21 percent of the white waivers, and the
majority of both were in the mechanical schools. -

The BTB selector validities (product-moment correlations between BTB tests and FSG)
by type of school are shown in table 7. For both blacks and whites, corrected validities!

Validities were corrected for range restriction because students had been selected for
school on the basis of BTB scores. The corrected validities represent what the relation-
ships between BTB and school grades would have been in the population from which the
students were selected. The corrected validity, ny, is computed as follows.

rXy (Ex/ Sx)

R =]
T J1-2 1 sy
Xy Cxy o ox x

where EX and SX are the BTB standard deviations in the population and sample, and r is

the uncorrected correlation between selector test and FSG for the sample.
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BTB selector
(schools)

Elex.
A+2ETST =171

(AV)

Med.
G+A =100
(2 HM, DT)

Admin.
GH+A =105
(AZ)

Mech.
G+M+SP = 156

(AMH, AMS, AVI)

Total

TABLE 6

INPUTS, WAIVERS, AND FAILURE RATES
BY RACE AND BTB SELECTORS

Waivers failed
Input & percent total Waivers & percent input Fails &percent input & percent waivers
White Black Total  White Black Total White Black Total White Black Total

1,410 40 1, 450 164 14 178 148 8 156 45 4 49
97% 3% 100% 12% 35% 12% 10% 20% 11% 27% 29% 28%

1,963 189 2,152 264 68 332 43 4 47 23 3 26
91% 9% 100% 13%  36% 15% 2% 2% 2% 9%, 49 8%

446 29 475 76 13 89 21 5 26 10 4 14
947 6%  100% 17%  45% 19, 5% 17% 5% 13% 31% 169

4,075 90 4,165 619 50 669 451 15 466 153 13 166
98% 2% 100% 15% 56% 16% 11% 17% 11% 25% 26% 25%

7,894 348 8,242 1,123 145 1,268 663 32 695 231 24 255
96% 4% 100% 14%  42% 15% 8% 9% 8% 21% 17% 20%

a .
See appendix B for a description of tests and selectors.
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Type of

training

Electronics

Medical

Administration

Mechanical

TABLE 7

TYPE OF TRAINING AND BTB VALIDITIES BY RACE

Selector & Number
cut score Schools Black  White
A+2ETST =171 AV , 40 1, 410
G+A =100 HM (GL) 95 825
HM (SD) 39 764
DT (SD) 55 374
G+A =105 AZ 29 446
GHM+SP =156 AMH 14 617
AMS 11 725

AVI 65 2,733

BTB selector validity

uncorrected corrected
Black White Black White
.36 .51 .21 .58
.47 .68 .64 .78
.37 .64 .61 .76
.22 .53 .42 .66
.49 .57 .80 .70
.00 .46 .00 .65
.12 .36 .24 «33
.32 .39 .39 .57



are quite high for the medical and administration schools (.64 and .78), both of which use
a G+A selector. For the mechanical schools, validities are high for the whites (.53 to .65)
and moderate for the blacks (.39) in the one school with sufficient sample size, AVI. For
the electronics (Avionics) school, validities are moderate for the white (.58) and slight for
the blacks (.21).

Now we turn to an analysis of inadvertent BTB test bias in selecting blacks and whites
for these A Schools.

Correcting Selection Test Bias

The fact that blacks on the average score lower than whites on the BTB tests, coupled
with a concern for equal opportunity in the Navy, has given rise to investigations of possible
test bias and corrective actions to eliminate discrimination in the use of tests.

Numerous general guidelines on the use of tests for selection purposes have been
written, and various definitions of test bias have been proposed in the literature. We will
consider that test bias exists when final school grades (FSG) predicted from BTB selector
tests differ from actual FSGs for a particular group of students (reference 1).

To correct for test bias, we must first identify it. For example, data from an A
School on BTB selector scores and FSG by race for a sufficient sample size was used to
develop the regression lines plotted for blacks and whites in figure 2.1 These regression
lines can be used to predict FSGs from BTB selector scores. The regression equation
used operationally for school selection is based mostly on white data. But if separate re-
gression lines for the two racial groups are statistically different, the test is biased. Then
there exists the potential for discrimination in its use both to qualify men for entrance into
a school and select men for a school in a competitive situation. For a given BTB selector
score, it is imperative that the difference in predicted FSG for each group be taken into
consideration when making assignments of individuals from these two groups. If this is
not done, equal opportunity is not being afforded to individuals of equal potential.

In figure 2, the selector score for entrance into this A School is a composite of two
BTB test scores equalling 100. Using this same qualifying score for both groups, we see
that the predicted FSG for a white candidate (76) is below that of a black candidate (79).
If the black and white candidates are being afforded equal opportunity for entrance based
on potential, both should have the same predicted FSG.

lln figure 2 and appendix C, regression lines are based on the final grades of graduates
and the cumulative grade averages of disenrollees at the time of disenrollment.
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FIG.2: REGRESSION LINES OF WHITE AND BLACK STUDENTS FOR
BTB SELECTOR SCORE AND FINAL SCHOOL GRADE
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Given that the test is biased, what can be done to prevent it from inadvertently being
used in a discriminatory manner? In this example, whites who have a predicted FSG of
76 are admitted to the school. Blacks who have the same predicted FSG should also be
admitted. Thus, a black with a BTB selector score of 94 should be qualified to enter this
school. This not only accords equal opportunity based on predicted performance, but also
increases the percentage of blacks eligible to attend the school.1

Appendix C contains the regression lines for blacks and whites for eight A Schools and
a table of descriptive statistics and regression tests for each school. Table 8 lists the
schools, sample sizes, and increases in the percentage of black eligibles that could be
realized without degrading required quality of output in five of the eight schools where sig-
nificant differences in black and white regression statistics were found.

There is the possibility of creating greater inequities if adjustments in a selection
strategy are made without understanding the underlying reasons for doing so. One prob-
lem with the current A School strategy is that only BTB scores are used to predict FSG.

We have shown instances where the BTBtests are biased and how information on racial
group membership might be used to help correct this bias. A necessary assumption here
is that all other factors remain unchanged. In our cases, race could be masking other fac-
tors which are not accounted for by present selection strategy. 2 If these factors could be
identified, a more efficient and equitable selection strategy could be developed.

To determine what factors were being masked by the race variable, the relation-
ships between FSG, BTB, and three other factors available on individuals before A School
assignment were investigated:

e education -- high school or non-high school graduate

e area -- from a northern or southern state

e source -- entered A School right after recruit training or after fleet experience.

lIn a study of men who attended 98 A Schools between January 1968 and January 1971, 95
percent of those with substandard BTB scores were graduated compared to 99 percent of
those with qualifying scores (reference 2).

2 - r 2 . . . - .
Using a "race" dummy variable as part of the FSG prediction equation would eliminate
the bias to the extent that blacks would receive ""bonus points' if the regression coef-
ficient was positive and significant.
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TABLE 8

STATISTICS ON A SCHOOL SAMPLES

If qualifying score

Selector & lowered for blacks

N qualifyigg New % eligible
8 Schools B w score score _OE New
AV 40 1, 410 A+R2ETST =171 156 1-38

(ETST min. 55)

HM (GL) 95 825 G+A =100 94 17 - 30
HM (SD) 39 764 G+A =100 96 17 - 27
DT (SD) 55 374 G+A =100 98 17 - 20
AZ 29 446 G+A =105 - -
AMH 14 617 G+M+SP = 156 - -
AMS 11 725 GHM+SP = 156 - -
AVI 65 2,733 G+M+SP = 156 149 9-17

aG is the GCT, A is the ARI, M is the MECH, and SP is the Shop Practices test. For
a more detailed description of the tests and selectors, see appendix B.
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The specific results were derived from a function of the form:

FSG = b0 + bl BTB + bZArea + b3 Source + b4 Education

where
FSG = raw final school grade
BTB = basic test battery cumulative selector score for entry into the A School
Area = dummy variable with a value of 1 for northern states (according to Bureau
of the Census definition) and 2 for all other states
Source = dummy variable with a value of 1 for inputs from recruit training and 2

for all others

Education = dummy variable with a value of 1 for high school graduates and 2 for all
others (non-high school graduates).

Since there was reason to believe that the slopes of the regression lines for blacks and
whites were different, separate multiple regression analyses were made for blacks and
whites. This was further justified by the fact that in several schools blacks and whites
also differed statistically on the other independent variables.l The results are pre-
sented in table 11. In general, the area (bz) variable is not significant. Regarding the

source (b3) and education (b 4) variables, indications are that for a given BTB selector

score FSG is higher for fleet inputs and high school graduates.

Given a BTB selector score, the coefficients in table 9 can be used to predict FSG
corrected for differences in area, source, and education. The coefficients vary between
schools and thus would have to be developed and monitored by school.

Even though predicted FSG is a superior method of assigning individuals to A Schools,
there may be reluctance to using different selector scores for different groups. One way
to overcome this reluctance would be to withhold BTB scores from a man's service record,
and supply instead his predicted FSG for all schools for which he is qualified. These pre-
dicted grades would then be the basis for school selection.

In summary, the Navy presently uses a selection strategy that employs BTB qualifying
scores as the main criterion for entry into Class A Schools. This strategy results in selec-
tor test bias for some schools. In addition to BTB scores, other factors such as race, edu-

cation, and source would be used to improve the prediction of FSG and correct for test bias
at the same time.

1
See Chow, G. C., "Tests of Equality between Sets of Coefficients in Two Linear Regres-
sions, " Econometrica, July 1960, pp. 591-605.
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TABLE 9
ESTIMATION OF FINAL SCHOOL GRADES BY SCHOOL AND RACE

School Race Constant El_} Area Source Educ.
AV ' 34.83 .23 -1.51 2.94 -1.53
(13.3) (22.8) (-3.8) (5.8) (-1.0)
B 49.62 .16 -4.70 6.82 2
3.9) @.7 (-1.5) 2.1) 2
HM (GL) w 32.11 .46 .53 1.60 -3.86
(11.9) (26.02 (1.06) (2.15)  (-3.9)
B 45.92 .37 .10 .14 -4.41
(4.8) (4.7 (0.07) ©.07)  (-1.7)
HM (SD) w 51.14 .31 .28 1.67 - -1.96
(24.6) (22.8) ©.7 3.2 (-2.16)
B 57.15 .27 3.23 1.11 -7.01
(4.2) (2.3) (1.8) -(0.4) (-1.%)
DT (SD) w 61.82 .22 19 1.60 -1.68
(26.6)  (12.2) (0.4) (2.9) (-1.2)
B 66.46 .15 -.59 3.10 z
(6.5) (1.5) (-0.4) .7
AZ w 41.72 .36 -1.01 .51 -.97
(10.4) (14.1) (-1.6) 0.7 (-0.5)
B 21.40 .58 -4.48 4,25  -2.20
"(0.8) (2.3) (-1.3) (1.4) (-0.4)
AMH w 44.92 .20 -.14 A4l -1.57
(15.4) (12.9) (-0.3) (0.65) (-1.9)
B 69.02 -.02 3.2 1.19 :
6.9) (-0.3) 1.2) (0.4 .
AMS w 57.36 .12 -.08 -.94 -1.46
(22.7) 9.6) (-0.2) (-2.00 (2.9
B 68.66 .06 -1.34 1.41 -2.73
(2.3) - (0.3) (-0.4) (0.4) (-0.5)
AVI w 50.20 .20 -1.26 1.48 -4.00
(27.8) (21.0) (-4.1) (3.9) (-9.2)
B 50.89 .16 -1.93 3.59 ~.13

(4.3) @.7 (-1.0) 1.7 (-0.05)

#No non-high school graduates available for comparison.
Note: mumbers in parentheses are t-statistics.
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.25

.25
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.26
.29

.12

.22
.19
.14
.124
.19
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Advancement

Data was obtained from the Naval Examining Center on each candidate for advance-
ment to E-4 in 11 diverse ratings with sufficient numbers of non-Caucasians (blacks and
others) to permit amalysis.l The data came from the August 1970 examination cycle when
special measures of job performance were collected from the candidates' supervisors.
Since these special measures were found to be available for only half of the white candi-
dates, we reverted to using the regular Report of Enlisted Performance Evaluation that
was available for all candidates.

Group Differences

The numbers of candidates in 11 selected ratings are arranged in table 10 by Bureau
of the Census Occupational Groupings (reference 3). In two cases, similar ratings with
identical BTB selectors were pooled to produce a sufficient number of non-Caucasians for
analysis. The occupational groupings show that among these 11 ratings:

e Approximately twice the proportion of Caucasians as non-Caucasians were
candidates for the Technical and Professional occupations.

e About the same proportion of both groups were candidates for the three
Clerical occupations, although the non-Caucasians were disproportionately
concentrated in the Storekeeper (SK) rating.

e About the same proportion of both groups were also candidates for the three
Craftsmen occupations and the single Operative occupation, Boatswain's
Mate (BM).

e Approximately four times the proportion of non-Caucasians were candidates
for the Service occupation, Commissaryman (CS).

At the highest level of occupational grouping, nearly two-thirds of the Caucasians were
candidates for white collar occupations compared to about half of the non-Caucasians, while
about one-quarter of each group were candidates for blue collar occupations. Only a small
fraction of Caucasians were in the Service occupation, compared to nearly one-quarter of
the non-Caucasians (see figure 3). Clearly, differences in occupational distribution exist
between the two racial groupings in these selected ratings. But what of their BTB, written
examination, and Report of Enlisted Performance Evaluation (REPE) scores?

Eligibility to take the E-4 advancement examination requires the local commander's rec-
ommendation, completion of stipulated correspondence courses, and a minimum of 6
months' service in pay grade E-3.

-17-



TABLE 10

E-4 CANDIDATE POPULATION DATA

-8"[_

Percent of
Candidates candidates
Caucasian Non-Caucasian who were
Bureau of the Census BTB Forma7 Percent Percent Non-
Occupational Grouping Ratings selector No. of tot. No. of tot. Caucasian
White collar Tech'l AT+ET A+2ETST =171 2124 12.0 36 4.4 1.7
& (min. ETST = 55) 30.8 15.4
Prof'l HM G+A =100 3321 18.8 90 11.0 2.6
Cler. YN G+C =100 2366 13.4 56 6.8 2.3
RM G+A =100 2082 11.8 ¢ 35.1 48 5.9 ¢ 33.7 2.2
SK G+A = 105 1749 9.9 | 172 21.0 | 9.0
Blue collar Crafts. EN+MM GHM-SP = 156 2429 13.7 61 7.4 2.4
19.2 16.9
EM G+M+4SP = 156 975 5.5 78 9.5 7.4
Operative BM None 1589 9.0 78 9.5 4.7
Service == CS G+A =100 1030 5.8 200 24.4 16.3
Total 17,666 99,9 819 99.9 4.4

a : Lt
See appendix B for a description of the tests and selectors.
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FIG. 3: OCCUPATIONAL DISTRIBUTION OF CAUCASIAN AND NON-CAUCASIAN CANDIDATES
FOR ADVANCEMENT TO E-4 IN 11 SELECTED RATINGS

The average values of the BTB tests and components of the final advancement multiple
for the Caucasians and non-Caucasians are given in table 11.1 The non-Caucasians aver-
age about a standard deviation lower on the BTB tests except CLER, where the difference
is not pronounced. With respect to advancement examination and REPE scores, the dif-
ferences are negligible. But on theexperience variables, there is a dramatic difference:
the non-Caucasians on average have twice the length of service (LOS) and time in rate
(TIR) of Cascasians. This explains the higher average of awards for the non-Caucasians.
When the examinations, performance, and experience variables are weighted and summed
into the final advancement multiple, the non-~Caucasians average about a half a standard
deviation higher than the Caucasians due to their greater time in service.

Because aggregates of occupations or ratings can mask differences among them, we
look at the data for the ratings themselves. Table 12 contains the median values of the
advancement components and final multiple. The striking finding is that the differences

1The final multiple is a weighted composite of written examination score, average REPE
mark, months of service, months in rate, and credits for awards (medals and citations).
Candidates are rank-ordered on the final multiple, and those who pass are advanced up
to the limits allowed by quotas of available openings.
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TABLE 11

BTB AND ADVANCEMENT CYCLE STATISTICS

FOR E-4 CANDIDATES IN 11 RATINGS

(17,666 Caucasians and 819 Non-Caucasians)

Cauc.

56.3

55.4

50.8

Mean

Non-Cauc.

44,5

46.0

42.1

Standard Deviation

Cauc.

8.3

Non-Cauc.

8.9

7.5

Final Multiple

Adv. Exam Raw Score
Average REPE mark
Length of Service (months)
Time in Rate (months)

Awards

3.64

42.6

28.2

0'69

-20-
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TABLE 12

MEDIAN VALUES OF ADVANCEMENT VARIABLES FOR RATINGS BY RACE

E-4 Advance. Exam Months

Raw Perceng REPE Final
score correct avg. score LOS TIR Multiple
Occup. Grouping Rating Cauc. Non Cauc. Non Cauc. Non Cauc. Non Cauc. Non Cauc. Non
White Tech'l & AT+ET 77 71 51 47 3.5 3.5 19 19 12 12 89 85
Collar Prof'l HM 69 66 46 44 3.6 3.6 20 20 12 12 90 87
Cler'l YN 68 66 45 44 3.6 3.6 22 22 17 14 87 82
RM 81 78 54 52 3.6 3.6 18 19 11 11 90 89
SK 66 70 44 47 3.6 3.7 22 46 15 31 92 106
Blue Crafts. EN+MM 91 75 61 50 3.5 3.6 23 33 14 19 90 88
Collar EM 78 64 52 43 3.5 3.6 23 36 14 29 98 93
Operative BM 64 63 43 42 3.6 3.6 23 24 14 13 91 90
Service ---- CS 108 113 72 75 3.6 3.8 24 52 15 39 93 110

aBased on 150 items designed so that approximately 50 percent of them will be answered correctly on the
average.



in LOS and TIR were concentrated in the Service and Craftsmen occupations and in the
Storekeeper Clerical occupation. There were no differences in length of service between
the Caucasians and non-Caucasians in the Professional and Technical, other Clerical, or
Operative occupatibns. Only in the case of the Craftsmen occupations were there sizeable
differences in the median examination score, the Caucasians having the higher average.
Few if any differences in REPE existed between Caucasians and non-Caucasians or among
ratings.

Final Advancement Multiple Weights

To statistically control differences among ratings and maximize sample size, the
within-groups correlations among the five components of the final multiple were calcu-
lated for all candidates in the 11 ratings. They are shown in table 13.

For both groups, the advancement examination raw score and REPE do not correlate
with one another or with the experience variables (LOS, TIR, and Awards), but they have
high correlations with the final multiple. The experience variables correlate fairly highly
among themselves, particularly for the non-Caucasians, but they have negligible correla-
tions with the final multiple for Caucasians and only moderate ones for the non-Caucasians.

The regression weights (B) for predicting final multiple from all five components were
calculated for each group and multiplied by the simple correlations (r) between each com-
ponent and the final multiple to ascertain the proportion of the variance (R2) of the final
multiple they accounted for. The results are contained in table 14.

As a final step, the pr weights from table 14 were standardized so that their total would
then equal 100.} The results are the empirical contributions which are compared with the
policy weights in table 15.

Compared to the policy weights, the empirical contributions for both groups are much
higher for examination raw score, about the same for REPE, and lower for the experience
factors.

For the Caucasians, 70 percent of the final multiple is contributed by exam raw score,
about 25 percent by REPE, and virtually nothing by the experience factors. For the non-
Caucasians, nearly 60 percent of final multiple is contributed by exam raw score and about
20 percent each by the REPE and experience factors. Consequently, the statistical proper-
ties of the final multiple components result in different contributions than those expected
from looking at the policy weights. Similar results and more detailed analyses have been
reported by NPRDC (reference 4).

1Empirical weight = 100 (Eg) :
R
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TABLE 13

WITHIN-GROUPS CORRELATIONS AMONG FINAL MULTIPLE COMPONENTS
FOR CAUCASIANS (ABOVE DIAGONAL) AND NON-CAUCASIANS (BELOW DIAGONAL)

Final
Exam REPE TIR LOS Awards Multiple
Adv. Exam Raw Score = .06 -.06 -.08 -.02 .81
Average REPE Mark .10 oo .09 .02 .06 .53
Time in Rate -.02 .16 - .60 .30 .16
Length of Service .06 .18 .68 - .39 .10
Awards .10 .20 .50 .64 - .12
Final Multiple .77 .54 .41 .48 .44 -
TABLE 14

REGRESSION STATISTICS FOR PREDICTING FINAL MULTIPLE
FROM ITS COMPONENTS FOR CAUCASIANS AND NON-CAUCASIANS
IN 11 SELECTED RATINGS

Caucasians (N=17, 660) Non-Caucasians (N=819)
B t* T r B t* T r
Adv. Exam Raw Score .80 383 .81 .65 .72 108 .77 .55
Average REPE Mark .46 222 .53 .24 .38 57 .54 .21
TIR .11 43 .16 .02 .21 23 .41 .09
LOS Experience .07 26 .10 .01 .18 17 .48 .09
Awards .05 21 .12 .01 .08 9 .44 .04
R = .03 R = .98

*t test of significance of B; all are highly significant.
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TABLE 15

EMPIRICAL CONTRIBUTIONS AND POLICY WEIGHTS
OF COMPONENTS OF FINAL MULTIPLE FOR E-4 CANDIDATES
IN 11 SELECTED RATINGS

Empirical Contrib. Policy
Cauc. Non-Cauc. Wts.
Adv. Exam Raw Score 70 57 43
Average REPE 26 22 27
TIR 2 9 11
LOS Experience 1 f 4 8 i 21 11 30
Awards _1 - 8
100 100 100

Relationships Among BTB and Advancement Data

One of the most pertinent questions that can be asked about the data from the advance-
ment cycle is: How do the BT'B scores, advancement examination grades, performance
evaluations, and length of service relate to one another for the two racial groups? The
within-groups correlations are presented in table 16 for the Caucasian and non-Caucasian
groups. Correlations that involve BTB tests have been corrected for range restriction due
to selection on the basis of BTB scores.

The main conclusions that can be drawn from table 16 are:

e BTB, particularly the GCT, correlates positively with advancement examina -
tion raw score, 1 negligibly with REPE, and negatively with length of service
for both groups.

e Advancement examination raw score, REPE, and length of service correlate
negligibly with each other for both groups.

o GCT is the best single predictor of final multiple for both Caucasians and
non-Cascasians. The correlation is moderately high for Caucasians (. 43)
but slight for non-Caucasians (.11).

1The simple correlation of GCT and exam score is practically as high as the multiple
correlation of all four BTB tests with exam score.
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TABLE 16

WITHIN-GROUPS CORRELATIONS AMONG
BTB AND ADVANCEMENT VARIABLES?

Caucasians (N=17, 666) Non-Caucasians (N=819)

Exam Exam

R.S. REPE LOS FM R.S. REPE LOS FM
GCT .60 -.05 -.45 .43 GCT .47 -.19 -.36 .11
ARI .44 .01 -.32 .32 ARI .24 -.04 -.18 .09
MECH 229 .00 -.20 .19 MECH .21 -.07 -.02 .10
CLER .10 06 -.21 .08 CLER .03 .06 -.17  -.01
LOS -.09 .02 ---- LOS .06 .18 ————
REPE .06 SI=1Si= REPE .10 -———

a I
Corrected for range restriction on BTB

Since these results are based on the total groups and may mask different relation-
ships for ratings, the nine rating groups were looked at individually. The results are
shown in table 17 wherein length of service has been held constant using partial correla-
tion technique. Here, BTB selector tests relate positively, and in some cases highly, to
advancement examination raw scores for both Caucasians and non-Caucasians in nearly
all of the 11 ratings. BTB scores show little relationship to REPE marks, which mainly
reflect a supervisor's overall impression of a man. Advancement examination raw scores
have small positive relationship to REPE in all but one of the white collar and service oc-
cupations for Caucasians, and a moderate positive correlation in two of these six ratings
for non-Caucasians. These advancement examinations do exhibit some relationship to
REPE marks in jobs where verbal skill is important, but they do not relate to REPE marks
in blue collar jobs that involve mainly motor and perceptual skills.

Job Performance

Since the Report of Enlisted Performance Evaluation is not a particularly sensitive or
complete measure of job performance, we looked for other measures of job performance
to which BTB scores might be related. In late 1971, a carefully drawn sample of 3,115
first-term enlisted men in paygrades E-4 and E-5 aboard two aircraft carriers and 18
destroyers was surveyed for an analysis of the correlates of reenlistment intentions
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TABLE 17

SIGNIFICANT CORRELATIONS AMONG BTB SCORES, ADVANCEMENT EXAM GRADES,
AND REPE PERFORMANCE EVALUATIONS BY RATINGS
AND RACE WHEN LOS IS HELD CONSTANT

Correlations when LOS held constant (p=.05)

BTB BTB, Exam R.S. BTB, Perf. Exam R.S., Perf.

Occup. Group Rating Selector Cauc. Non-Cauc. Cauc. Non-Cauc. Cauc. Non-Cauc.
White Tech'l ATHET A+ .43 --- --- --- --- SO
Collar & ETST NA NA NA NA == oo

Prof'l HM G+ .69 .58 Coo .33 .16

A .48 .24 Sl --- -—— ---
Cler'l YN G+ .46 .69 oo e .11 Do
C 19 S oo S --- ---
RM G+ .56 .49 17 oo .13 .40
A .50 .39 .17 -—- --- ---
SK G+ .33 .16 Doc Do .10 Do
A .29 .32 oo --- -—- ---
Blue Crafts. EN+MM G+ 83 .27 “-- -.40 -—- ---
Collar M+ .95 .62 -—- --- --- ---
SP NA NA NA NA --- -
EM G+ .61 .58 -.27 Do -.13 Sk
SP NA NA NA NA St Soe
Oper. BM None (G) .51 .38 - --- --- ---
Service -- CS G+ .20 .45 Do -.17 .18 .30
A .18 .27 --- --- --- ---

NA: Test scores not available.



(reference 5). When the sample members were matched with the FY 1971 Enlisted Master
Tape, GCT, ARI, MECH, and CLER scores were found for 87 percent of them, and SP,
ETST, SPMT, and RCAT scores for 80 percent of them. The background characteristics
and BTB data for the sample are given in table 18.

TABLE 18

BACKGROUND AND BTB DATA FOR E-4/5 SAMPLE

Mean Std. Dev.

Age 22.8 1.5
Length of Service (years) 3.3 1.0
Months to EAOS 10.4 12.7
Proportion:

E-4 (vs. E-5) .25 -

CVA (vs. DD) .71 -

High School graduate .96 -

A School graduate .80 -

Married .33 -

Caucasian .95
GCT 59.7 7.4
ARI 58.1 7.0
MECH 54.1 7.5
CLER 52.8 8.4
SP 55.9 7.0
ETST 60.6 8.1
SPMT 56.0 9.7
RCAT 56.6 9.5

The 68 ratings in the sample were grouped into the occupational categories shown in
table 19. Ratings listed in the table are those that accounted for at least 10 percent of the
men in their respective groupings.

Most of the men joined the Navy in FY 1968 and 1969, a period of high draft pressure,
and most were at least high school graduates. Nevertheless, we felt that the quality and
nature of the data justified its use for analyzing BTB scores and educational level against
two measures of performance collected during the survey.
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TABLE 19

OCCUPATIONAL DISTRIBUTION OF E-4/5 SAMPLE

No. with
Occupation Rating Group BTB
White Collar Electronics operators and technicians 869
(AT, ET, AQ, RD, RM, FT, STG, DS)
Clerical and technical 272
(SK, YN, AX, HM, QM, RN, AK)
Blue Collar Electro-mechanical 615
(AM, EM, AE, AD, HT, IC, AS, MR)
Tradesmen 676
(MM, AO, AB, BT, BM, GM, SM, EN)
Service CS, SH 55

Performance Measures

Two items in the survey questionnaire dealt with the man's evaluation of his own
performance: one phrased exactly as the professional performance item on the Report
of Enlisted Performance Evaluation (REPE) and the other phrased to elicit a comparison
with peers:

70. How do you rate your professional performance?

A. Extremely effective and reliable, and work well on my own

B. Highly effective and reliable, and need only limited supervision
Effective and reliable, and need occasional supervision

D. Adequate, but need routine supervision

E. Need constant supervision

71. How do you think you compare with other men in the same paygrade who do the
same kind of work?

A. Iam the best

B. Iam better than most of them
C. Iam above average

D. Iam average

E. Most of them do better than I do
-28-



The distributions of these self-evaluations are shown in table 20 in comparison with
the total distribution of REPE supervisory ratings for the Caucasian E-3s in the previous
section of this report. All three are scaled alike. Both self-evaluation items are less
skewed and consequently have lower means and larger variances than the REPE super-
visory evaluation.

Although the self-evaluations have equal variabilities, Comparison with Peers exhibits
a nearly normal distribution compared to the somewhat skewed Professional Performance
item and has a mean nearly one standard deviation lower. The phrasing of the item may
be more realistic than that of the Professional Performance item. For our purposes, Com-
parison with Peers should be a useful measure to which BTB scores can be related.

Another indicator of performance is pay grade, assuming that when length of service
and opportunity factors are held constant those with higher pay grades are in some sense
better performers. In this sample, 25 percent of the men were E-4s and 75 percent E-5s.
By grouping the men into occupational categories with assumed equal promotion oppor-
tunities, the effect of length of service can be statistically removed from pay grade when
relating it to BT'B scores and education.

TABLE 20
COMPARATIVE DISTRIBUTIONS OF THREE JOB PERFORMANCE MEASURES

Percentage Distributions

REPE Self-Eval. of Performance NEC Cauc.
scale Professional Comparison REPE Total
Alternative value performance with peers performance
A 3.9 28.2 4.6 13.0
B 3.5 36.6 22.1 74.0
C 3.1 29.3 39.5 12.0
D 2.7 4.6 31.2 --
E 1.5 1.2 2.6 --
Sample Size 3,133 3,133 17, 666
Mean 3.38 3.06 3.55
Std. Dev. .41 .42 .20
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Relationships of BTB and Performance

Six BTB tests and educational level were correlated with the Comparison with Peers
and pay grade criteria. The BTB Radio Code Aptitude and Sonar Pitch Memory Tests were
not used because they apply to so few ratings, and the Services occupational group was
dropped because only 55 men in it had BTB scores.

Semipartial correlation was used to remove the effects of pay grade from Comparison,
and the effects of length of service from pay g'mde1 (reference 6, p. 83). The correla-
tions of the BTB tests with each criterion were corrected for range restriction due to
selection. The results are shown in table 21. When interpreting them, the homogeneity
of the sample must be kept in mind: only two pay grades (E-4 and E-5) were represented,
96 percent of the sample were at least high school graduates, and 80 percent attended
Class A Schools.

There was a_slight correlation between Comparison and pay grade for the four occu-
pational groups (r = .16), but practically no relationship between Comparison and length
of service (LOS). LOS, as expected, exhibited a moderate correlation with pay grade:
the mean correlation for the four groups was .32.

When the effect of pay grade was held constant, the average multiple correlation of
Comparison with the BTB tests was slight (.15) and about the same as the correlation be-
tween Comparison and pay grade alone. Educational level showed a pattern of relation-
ships similar to that of the BTB tests but at a lower level. It added little or nothing to the
multiple correlation of BTB with Comparison.

When the effect of LOS was removed, the average multiple correlation of pay grade
with the BTB tests was .41 compared to .25 for educational level, which again added little
to the BTB-pay grade multiple correlation.

In general, then, BTB tests and educational level exhibit small positive relationships
to self-evaluations of performance when the effect of pay grade is removed and moderately
high positive relationships to pay grade when the effect of length of service is removed.

1For example, the correlation between BTB and Pay Grade when LOS is removed from the
latter is

N _TpG, BTB ~ "PG, Los"BTB, LOY
BTB(PG- LOS) N ~ 2
PG, LOS
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TABLE 21

CORRELATIONS OF BTB AND EDUCATION WITH COMPARISON AND PAYGRADE

Comp. w/effect of PG removed PGw/effect of LOS removed

Comp. PG, BTB & BTB &

Occupational Group PG LOS LOS BTB Educ. Educ. BTB Educ Educ
White Electronics .21 11 .42 .13 .12 .16 .42 .23 .45
Collar Oper. & Tech'n

Clerical &

Technical .18 .00 .23 .24 .18 .25 .46 .38 .50
Blue Electro-
Collar Mech'l 11 .09 .25 .14 .12 17 .43 .24 .44

Tradesmen .13 11 .36 .07 .03 .07 .33 .13 .34
Mean correlation .16 .08 .32 .15 A1 .16 .41 .25 .43
NOTES: (1) rLOS, Educ. & rLOS, BTB = zero. REduc., BTB = ,38.

(2) Correlations involving BTB have been corrected for range restriction of BTB scores.



The relationships of the individual BTB tests to the Comparison and pay grade criteria -
are contained in table 22. For the two white collar occupations, the BTB tests used as selec-
tors for the majority of the ratings show significant relationships with the Comparison cri-
terion. This is less true of the two blue collar occupations, where verbal-educational
abilities are less important to job performance. For all four occupations, all BTB tests
except CLER had moderate positive correlations with pay grade.

In summary, appropriate BIB tests do relate significantly and in some cases sizeably
with the performance criteria in this sample, particularly for white collar occupations.
These relationships can be explained partly by the facts that (1) recruits are selected into
the Navy and classified into Class A Schools on the basis of BTB scores, which are related
to final grades in Class A Schools, and (2) both BTB scores and final school grades are
related to advancement examination scores, which have the largest single effect on
advancement.

Schools, Advancement, and Job Performance

Only one Navy study has looked at the realtionships among all of the major selection
variables -- BT'B, FSG, advancement examinations, and REPE. It included 3,000 men in -
11 different ratings who were beginning students in 19 Class A Schools in 1964 (refer-
ence 7). Two years after each man left A School, his REPE and E-4 advancement exam -
ination grades were obtained from the Naval Examining Center. The 11 ratings are -
classified below by Census Bureau occupational groups:

White Collar Technical ET, FT, ST
Professional HM, PH
Clerical CTR, RM, SK, YN
Blue Collar Craftsmen EN, MM

The correlations of BTB with the other measures could not be corrected for range re-
striction, so they understate the actual relationships. The fact that the men entered the
Navy in 1964, a period of low draft pressure, makes them somewhat representative of
those entering in the current all-volunteer environment, but possible differences between
Caucasians and non-Caucasians were not assessed. Indeed, non-Caucasians in 1964 were
only 5 percent of total accessions compared to over twice that percentage in 1973. Corre-
lations between advancement examination scores and REPE were not given in the report,
so they were estimated from data we analyzed earlier.

In 10 of the schools (for ET, FT, ST, RM, and PH), the academic failure rate was
at least ten percent. For these schools, the multiple correlations between BTB tests and
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TABLE 22

SIGNIFICANT CORRELATIONS OF BTB SCORES AND EDléJCATION
WITH COMPARISON AND PAY GRADE CRITERIA

Multiple
Modal correlation
Occup. BTB Simple correlation Vbls.
Group Selector N Criterion GCT ARI MECH CLER SP ETST EDUC R Included
White Electronics A+2ETST 869 Comparison .12 .13 -—- == -- .11 .12 .16 ARI, Educ.
Collar Oper. & ' Pay grade 36 .32 .23 -- .24 .41 .23 .45 ETST, GCT,
Tech'n. Educ.
Clerical G+A 272 Comparison .18 .22 == .17 -- 15 .18 .25 ARI, Educ.
& Tech'l Pay grade .45 .36 .22 -- .27 .39 .38 .50 GCT, Educ.
Blue Electro- GHM+SP 615 Comparison -- .11 .12 -- -- .11 .12 .17 MECH, Educ.
Collar Mech'l Pay grade .41 .29 .17 -- .28 .34 .24 .44 GCT, SP,
Educ, MECH
Tradesmen = G+M4SP 676 Comparison -- .07 -- - -- -- .- -- o)
Pay grade 31 .28 .23 -- .17 .28 .13 .34 GCT, ETST,
MECH, SP

aStatistically the effect of pay grade was removed from Performance, and the effect of LOS was removed from
Pay Grade.

bCorrelations of BTB tests with Performance and Pay Grade were first corrected for range restriction,



the pass-fail criterion were computed and compared with those between BTB and the con-

tinuous FSG criterion. The average coefficient was only .34 for pass-fail compared to
.51 for FSG.1

The reliability of FSG was reported in reference 7 for each of the 19 schools: nine
of the coefficients were in the .90's, and only one was below .80, Thus, FSG is as reli-
able as the BTB tests themselves.

In subsequent analyses, correlations were averaged for ratings with more than one A
School because they were very similar. The single BTB selector test that best predicted
FSG for each rating also was used. For example, ARI + 2 ETST is used for selecting men
for ET school. Since ETST had the higher simple correlation with ET school FSG, it was

used in our analysis. In some cases, BTBtests other than the selectors had higher corre-
lations with FSG.

Table 23 contains the correlations of the BTB selector score, FSG, advancement exam-
ination grade, and REPE marks by ratings within occupational groups. All of the corre-
lations are statistically significant at the 5 percent level, except for those between BTB
and REPE for the ETs, FTs, and STs in the Technical group. Men in these ratings are
the most highly selected among the 11 ratings represented, which probably explains the
low correlations.

To get an overall view of the relationships among the selection measures, the median
correlations by occupational groups for the 11 ratings are presented in table 24.

For the four occupational groups, BTB is the best predictor of FSG, which in turn is
the best predictor of advancement examination grade, a pattern of relationships observed
earlier. BTBhas a negligible correlation with REPE (.09), while FSG has a correlation
of about .23 with REPE. Although reference 7 did not give the relationship of advance-
ment examination to REPE, we found the correlations to be negligible (.06) for a large
sample of men taking the E-4 Advancement Exam in August 1970. The average correla-
tions can be arranged in a matrix where the dominant variable is FSG: what BTB, advance-
ment examination, and REPE have in common they share with FSG:

BTB Exam. REPE

FSG .49 .52 .23
BTB .38 .09
Exam. .06

1Knowing only continuous FSG enables us to compute pass-fail validity if desired, but the
reverse is not true. If pass-fail only is reported, we have lost the individual grade data
that is vital for validating BTB scores and other variables against FSG.
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TABLE 23

CORRELATIONS OF BTB, FSG, ADVANCEMENT EXAM, AND REPE BY RATING

Best
R T Single
BTB, BTB, BTB, FSG, FSG, BTB
Occup. Group Rating N FSG2 Exam REPE Exam REPE Selector
White Technical ET 678 .58 .28 -.05 .52 .18 ETST
Collar FT 518 .68 .47 -.03 .58 .23 ETST
ST 428 .40 .42 -.01 .20 .23 GCT
Professional HM 547 .62 .51 .09 .58 .26 GCT
PH 257 .59 .36 .19 .58 .18 GCT
Clerical CTR 436 .34 .23 .21 .18 .04 ARI
RM 721 .49 .36 .07 .46 .16 GCT
SK 489 .43 .38 .05 .42 .28 GCT
YN 412 .47 .16 .10 .45 .32 CLER
Blue Craftsmen EN 247 .49 .50 .10 .54 .32 MECH
Collar MM 268 .51 .53 .12 .62 A1 MECH

a. . q s q .
Similar correlations were obtained on later samples of men in these schools which were reported
in reference 2.



TABLE 24

MEDIAN CORRELATIONS OF SELECTION MEASURES
FOR OCCUPATIONAL GROUPS AND FOR ALL RATINGS

Multiple a
correlation Simple correlation

Occup. Group BTB, FSG BTB, Adv. BTB, REPE FSG, Adv. FSG, REPE
White Technical .58 .42 -.03 .52 .23
Collar Professional .61 .43 .14 .58 .22

Clerical .45 .29 .08 .44 .22
Blue Craftsmen .50 .51 .11 .58 .22
Collar
Median of 11 Ratings .49 .38 .09 .52 .23

]
w
(@)
1 a _ 9 .

Tpdv REPE = .06 from NEC data presented earlier in table 16.



This means the final grade in Class A School is a central variable in the Navy enlisted
selection system. FSGs are averages of grades in knowledge and practical phases of a
course based on written examinations and demonstrations of skills learned.

Our conclusion from this body of data is that FSG has a modest relationship with REPE,
but that BTB and advancement examinations have negligible relationships with REPE. One
would expect that advancement examinations taken two years after entry into the Navy would
exhibit higher correlations with REPE than BTB tests taken early in recruit training, but
such was not the case.

As data is amassed on the new enlisted performance evaluation form, the opportunity
arises to do an analysis of the relationships among BTB, FSG, advancement examinations,
and job performance for a cohort of enlisted personnel in the current all volunteer force.

SELECTION FOR EFFECTIVENESS

No more than 75 of every 100 Navy recruits complete their first enlistments without
being prematurely separated for neuropsychiatric disability, unsuitability, or unfitness
(reference 8). If, for example, 100, 000 USN males were recruited in a given fiscal year,
25, 000 would not survive four years of service, that is, be "militarily effective.” At a
cost of $2702 to get one recruit into the Navy, uniformed, trained, paid, and to his first
duty station in 1972 (reference 9), the financial loss to the Navy due to military ineffective-
ness in this cohort would be nearly $68 million over the first enlistment term.

Early Studies

The Navy looked at the problem of premature separations in 1960, when a cohort of
recruits was followed through four years of service (reference 8). The percentage of in~
effective men at the end of successive time periods were as follows:

Percent ineffective Cumulative percent

Recruit Training 7.7 7.7
1st year 3.1 10.8
2nd year 4.6 15.4
3rd year 3.5 18.9
4th year 1.9 20.8
Not recommended for

reenlistment 6.3 27.1

Two-thirds of the premature separations were due to unsuitability (mainly character and
behavior disorders) and unfitness (principally disciplinary problems).
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Various background characteristics and selection test scores were compared for the
survivors and non-survivors. The combination of variables which best differentiated be-
tween them were AFQT score, years of school completed, number of suspensions and/or
expulsions from school, and number of arrests for non-traffic violations. These variables
were used to develop an Odds for Effectiveness (OFE) table for screening out applicants
whose probabilities of first term effective sexrvice were low.

The other military services also studied enlisted effectiveness during the 1960s (ref-
erences 10, 11, 12, 13, 14). All services found that the three best preservice predictors
of military effectiveness were educational level, some measure of intelligence, and age at
enlistment. Table 25 describes the samples and effectiveness criteria and shows the va-
lidities for the three variables computed from the data provided in five studies. The Navy,
Air Force, and Army results are remarkably similar. The Marine Corps results are
based on new mental standards recruits who had a mean AFQT score of 15 compared to
about 50 for the recruit samples in the other services. Nonetheless, the Marine results
are still similar to those of the other services.

The addition of variables from basic or recruit training, such as peer and instructor
ratings, increased the prediction of two-year effectiveness attainable with the pre-service
variables in all services. Additional information on Navy performance after two years of
service (reference 15) substantially increased the predictability of effectiveness at the four
year point (completion of the first term) from a multiple correlation of .35 to .50. How-
ever, such data cannot be used for screening applicants.

A study of 15 Air Force occupational groups found an improvement in prediction using
occupational effectiveness scores derived from pre-service and basic training peer rating
data (reference 19). There were also sizeable differences in validity of the overall score
among the occupational groups.

Navy Experience During the Draft

The service studies of effectiveness were made when draft pressure was low. Sub-
sequent analysis of Navy accessions in the late 1960s when draft pressure was high showed
that for high school graduates, there were no appreciable differences across AFQT mental
groups I through IV in separation rates due to administrative and disciplinary discharges
during the first two years of service (reference 22). For non-high school graduates, there
was a small negative relationship between mental group and premature separation. Thus,
most of the variation in separation rates across mental groups was explained by educa-
tional status, the best single pre-service predictor of effectiveness in the earlier studies.
Data on age was not available.
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TABLE 25
SUMMARY OF ENLISTED

EFFECTIVENESS STUDIES

USMC New
Sample USN USN USAF USA Mental Standards
Group 1 Group 2
N 1,776 812 821 10,812 3,803 1,342
Entry Date 4 periods May and August 1960 Aug 59 - May 60 Oct-Dec 61 Oct 67-Mar 68
1960-61
Eifectiveness | No premature For 2-year survivors (85% Rated at least very Composite score No separation for
Criterion separation and of cohort), Division Officer good on overall per- based on pay- psychiatric
recomm, for rating of adjustment, discipli- formance after 2 years., grade, awards, reasons, no bad
reenl, after 4 nary or commendatory action, and infractions conduct, recomm.
years pay grade, and average semi- after 3 years. for reenl, after
annual marks. 2 years
Percent
Effective 72 o = 75 77 61
Validities of r B r B r B T B r B P 3
best Educ .33 .26 Educ .26 .16 {Educ .29 .10 Educ .34 .17 Educ .34 .17 Educ .20 .18
selectors® AFQT .22 .14 GCT .23 .17 [GCT .23 .14 AFQT .29 .14 GT .29 .14 AQB .11 .09
Age .16 .06 Age .16 ,12 |Age .16 .08 Age .27 .13 Age .27 .13 Age .13 .11
Multiple R .35 .31 .32 .38 .39 .24
Reference 15 16,17,18 19 20 21

*Intercorrelations: Educ./Age = .35, Educ./AFQT = ,32, Age/AFQT = .09 are mean coefficients computed for all samples except USMC, .

where all correlations are restricted by selection based on maximum AFQT percentile score of 20 .



The following separation rates for disciplinary reasons, unsuitability, and convenience
of the government were observed for FY 1967-1970:

Percent Cumulative percent
1st year 6.1 6.1
2nd year 4,2 10.3
3rd year 2.8 13.1
4th year 1.2 14.3

The cumulative rate through the fourth year is about 70 percent of that reported for the
1960 Navy cohort on which the OFE table was based. This may reflect the use of the OFE
in recruitment (although it was not mandatory until FY 1973) and/or a change in recruit
characteristics due to draft pressure when more older men with more education and higher
AFQT scores joined the Navy.

Need for OFE Revalidation

The OFE could be monitored on a yearly basis to make corrections necessary because
of changes in the effectiveness criterion or in the characteristics of recruits. There is 1o
evidence that significant changes in the effectiveness criterion have occurred since 1969,
but some characteristics of recruits have changed. For example, in 1960 only 45 percent
of recruits had completed high school. In 1967, the figure was 85 percent, although this
change did not alter the OFE weights.

In 1973, when draft pressure was approaching zero, the figure had declined to 69 per-
cent. Consequently, yearly OFE monitoring would keep abreast of the fluctuations in pre-
dictors and criterion that might occur. A one percent randomly drawn cohort of accessions
each year has been recommended as a sample (reference 23). However, one percent sam-
ples will produce less than 1000 cohort members per year, a sufficient number for moni-
toring the overall OFE, but not for investigating specific OFEs for sub-groups such as
race or sex. The Navy Personnel Research and Development Center (NPRDC) is reanalyz-
ing the original OFE data, but even granting its validity today, the results will apply only
to white male accessions.

In mid-1972, the Navy Recruiting Command (NRC) began collecting data on all Navy
accessions from the Armed Forces Entrance and Examining Stations. The data include
age, education, AFQT or equivalent score, sex, and race; NRC also made provision to
obtain data on attritions from recruit training, including the reason, date, and type of dis-
charge. This data bank represents the beginning of a complete cohort tracking system that
can be extended through A Schools and eventually through the first enlistment term. It can
serve as the basis for new OFE tables and for future evaluations of the efficiency and equity
of selection strategies.

- 40-



Current OFE Use and Potential Savings

Pending revalidation of the OFE, the existing OFE table in conjunction with a favorable
recruit selection ratio can still be useful in preventing the assignment of recruits with low
effectiveness scores to jobs involving expensive training or high risk.

Table 26 illustrates hypothetical annual savings from the use of OFE with a validity of
.35 for several selection ratios: savings from using the OFE under these conditions range
from 15 to 28 million dollars where the recruit quota is 100, 000. From 35, 500 to 10, 500
fewer men would have to be recruited under these conditions to obtain the same number of
effectives after four years of service.

The cost of getting a recruit to his first permanent duty station undoubtedly has in-
creased since 1972, and the Navy Recruiting Command doesuse the existing OFE table,
Thus, this illustration only shows that OFE savings can be estimated and that they can be
substantial if the selection ratio is favorable.!

1The selection ratio is the ratio of job openings to available job applicants. If 21, the use
of any selection device, regardless of its validity has no value since all applicants must
be taken. If<1, there are more applicants than openings and the employer can be selec-
tive in choosing those he thinks will best fill the openings.
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TABLE 26

SAVINGS IN MEN AND MONEY ASSUMING 75 PERCENT OF RECRUITS
ARE "SATISFACTORY" AFTER 4 YEARS OF SERVICE
WITHOUT OFE AND OFE VALIDITY OF .35

Percent Less 75, 000 Savings from
expected Number satgs. or 75 percent of using OFE
Selection to be satis. of 100,000~ total expected to be at $2, 702
ratio using OFE recruits satis. without OFE per recruit
40 85.5 85, 500 10, 500 $28.4 million
50 84.5 84, 500 9, 500 25.7
60 82.5 82, 500 7, 500 20.3
70 80.5 80, 500 5, 500 14.9

a - : : . . J .
Basic cost to first permanent duty station, including accession, travel, uniform, recruit
training, pay allowances, student and instructor leave costs (reference 9, page 3).
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IMPROVING SELECTION STRATEGIES

Throughout our analyses, we have pointed out that ASVAB, BTB, FSG, and advance-
ment examinations measure verbal-educational ability more than they do practical skills
important particularly for blue collar and service occupations. We have also criticized
the Report of Enlisted Performance Evaluation as being more a supervisor's overall
impression of a man than a measure of actual ability to do the job.

Selection tests might be devised which would better tap nonverbal aptitudes, but if
training courses also emphasize verbal-educational ability when it is not critical to job
performance, little would be gained. If improvements were made in both selection
tests and school courses without corresponding changes in advancement examinations,
the relevance of the examinations both to prior selection tools and subsequent job per-
formance measures would be diminished. Finally, if improvements were made in
selection tests, school courses, and advancement exams but not in performance measures,
we would be left with an inferior ultimate criterion of on-the-job performance.

Consequently, all four selection tools need parallel improvements if overall enlisted
selection strategy is to be advanced. When such improvements are made, questions
about mental level differences, racial differences, and other group differences will
recede in importance because the Navy will have come closer to recruiting, teaching,
advancing, and evaluating men and women for the actual duties they perform on their jobs.

Now we turn to possible ways of improving Navy selection tools that have been sub-
gested by studies in the Navy, Army, Air Force and civilian world. These suggestions are
not exhaustive, but they highlight important, practical ideas that deserve serious con-
sideration by Navy personnel managers and researchers.

SELECTION TESTING

Aside from the NVII, the use of nonverbal tests as predictors of school grades in
the Navy has not been particularly successful, particularly where school final grades
have a heavy verbal-educational component (references 24 and 25).

A review of personnel selection research in 1972 (reference 26) reached the
following conclusions. The so-called culture-fair selection test movement has waned.
Extensive civilian research has shown that the use of nonverbal tests do not result in
additional fairness for disadvantaged group members, but rather consistently enhance
differences. Further, where significant difference in black and white aptitude test
scores have been found, providing either extra time or extra test practice has had no
effect in reducing the differences. Finally, most studies that have found differences
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in the validities of selection tests for blacks and whites have been based on poor criteria
of performance, mainly supervisory ratings. Studies where no appreciable differences
in validities have been found have used better criteria of performance, mainly pertinent
job proficiency measures.

Some success has been reported using tests which minimize the use of words in
their administration. Job sample aptitude tests that simulate an on-the-job training
situation for Machinist Mates have been developed. They include meter reading, trouble
shooting, equipment operation, assembly of parts, and equipment use and nomenclature.
For men who did not qualify for MM Class School on the BTB, the job sample tests
correlated higher than did BTB tests with hands-on performance of typical Machinist
Mate tasks after six months of experience. Class A School graduates with six months
of experience still outperformed these men (reference 27).

A commercial pre-vocational training evaluation program based on hands-on
self-instruction has been devised. Ten work stations are equipped with tools for machine
shop; electronic assembly; plumbing and pipe fitting; refrigeration, heating, and air
conditioning; soldering and welding; office and sales; and so on. The program provides
the evaluator with information on an applicant's vocational aptitudes, interests, and
work tolerances, but takes as long as five working days to administer (reference 28).

Although such situational, job-oriented testing programs often are superior to tradi-
tional paper-and-pencil tests for predicting the performance of specific job tasks, they are
more costly to administer. Their value may accordingly be diminished, particularly
in large selection programs where the supply of applicants is not sharply limited,

Similar kinds of programs for selecting managerial personnel, often referred to as
assessment centers, have shown excellent operational validities, but their costs are
even higher because of the relatively few candidates that can be handled at one time and
the need for a team of assessors (reference 29).

What, then is the best direction for improved selection testing? Scores on perceptual
speed tests are related to clerical proficiency, and motor ability tests scores are related
to proficiency as a vehicle operator because these tests amount to samples of what
clerks or drivers actually do in their jobs. This implies that the best testing is job
sampling of the kind mentioned above. If you want to know how well a person can solder,
give him a soldering test, not a paper-and-pencil test of tool knowledge.

There is ample evidence that tests which sample job skills will predict proficiency
on the job. The development of such tests is not particularly difficult for traditional
blue collar and service occupations, such as carpentry, plumbing, cooking, and auto-
motive repair. For less well defined military jobs, actual job performance will have to
be analyzed and a manageable sample of the critical components used as a basis for test
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development. Using such tests will not only increase the accuracy of classification,
but also provide a basis for evaluating training progress rather than simply identifying
fixed characteristics for selection purposes (reference 30).

Consequently, real improvement in selection testing can occur only through the
job sampling-testing path. Its cost can be offset by later savings in training, effici-
encies in performance, increases in job satisfaction, and avoidance of litigation if
suggested federal guidelines on employee selection procedures ever are applied to the
military services (reference 31).

TRAINING TECHNIQUES

Under the topic of training, we will discuss:

1. Programs for marginal personnel
2. Computerized and peer instruction
3. Course design and revision

4. Job aids.

Marginal Personnel

Project 100, 000 was established by DoD in 1966 "to give to a broader segment of
the Nation's youth the opportunity to serve in the country's defense and, at the same
time, to improve their competence and prepare them for a more productive life upon
return to civilian status.” All three of the military services closely followed the
progress of Project 100, 000 enlistees, particularly those who previously would have
been rejected because of failure to meet minimum mental ability standards on the
AFQT (percentile scores from 10 to 20).

The Air Force reported that these recruits had more disciplinary actions and
unsuitability discharges, higher attrition rates from basic and technical training,
more shifts in occupational specialities, and a lower percentage attaining pay grade
E-3 or higher than regular enlistees (reference 32). Further, the performance of
high school non-graduates was lower than that of high school graduates.

The Army conducted a special study of training where instructional methods were
chosen to maximize the low aptitude recruit's opportunity to learn eight training tasks
of varying complexity (reference 33). Where practical, slides and video tapes were used
to ensure standardization and clarity. Verbal instructions were given in simple language
with ample pictorial examples. All instruction was conducted individually with an in-
structor present to prompt, answer questions, and provide immediate knowledge of
results. The low aptitude subjects consistently required more training time to attain
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a given level of proficiency, needed more guidance and repetition of instruction, and
were decidedly more variable than the middle and high aptitude subjects. Similar
results were found in basic training.

Navy research included the evaluation and follow-up of Project 100, 000 recruits
assigned to six regular Class A Schools (reference 34). The results indicated that
Group IV recruits should not be assigned to ratings that have high reading and/or
computational skill requirements, but rather to jobs with a high practical performance
content where they will have an opportunity for longer than average training periods and
greater than average supervisory guidance.

Literacy training has also been explored by the services in an attempt to increase
the effectiveness of marginal recruits. Perhaps typical of all services, the Army found
that the reading difficulty levels of publications in four of five military occupational
specialities exceeded the average reading ability of the average mental aptitude man by
from one to six years. High as well as low aptitude readers were hurt when the reading
difficulty level of materials was increased (reference 35).

‘The Navy recently completed a pilot program that sent non- eligible minority and
non-minority recruits to Class A School so that their achievement and adjustment could
be compared with that of a random sample of eligible students in the same classes. The
non-eligibles were not identified upon entry into school, so that instructor expectations
might not influence the results as may have happened with Project 100, 000 trainees. An
interim report of results (reference 36) shows that:

® Both minority and non-minority non-eligibles had greater failure, setback,
and disciplinary rates than eligibles;

@ Minority non-eligibles were the same as eligibles with respect to
- civilian education
-  ability to work and study with others
- enthusiasm and courtesy
= neatness and trimness
- disruptive behavior and accidents in class

© Non-minority non-eligibles required more special help than minority
non-eligibles, but both required more help than eligibles;

e There were no differences among the groups in their feelings that the
instructors treated them fairly.
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The picture that emerges from these studies is that marginal personnel are more
expensive to train and supervise than non-marginal personnel. On the other hand,
individual differences among them are such that some are very proficient at practical
tasks and some can improve their reading ability to the extent that job performance re-
quiring such ability is enhanced. Where the issue of selection test fairness can be raised,
those marginal personnel whose abilities are not fairly assessed by typical paper-and-
pencil selection tests are the ones who can be expected to make the greatest improvements
with proper training and assignment. Job sample testing is one way to identify such
candidates.

Computerized and Peer Instruction

NPRDC developed and tested a computer assisted instruction (CAI) program and
investigated the feasibility of integrating it into Navy technical training (reference 37).
CAI trained students scored higher than class instructed students on both school exams
and supplemental tests, while requiring from up to 50 percent less training time.

With increased use of branching technology, further savings in training time could
be expected. The most costly and time consuming part of CAI course development is
the initial preparation of basic instruction. But where a common core of material is
involved for several ratings, the initial preparation phase has a wider applicability for
amortization of development costs.

When self-pacing as represented by CAI is introduced, concern arises that students
may spend more time than they need to master a course in order to avoid earlier assign-
ment or transfer. NPRDC devised an incentive plan based on the difference between the
student's actual rate of progress and the rate predicted from his aptitude test scores
(reference 38). Incentives to progress as rapidly as possible were choice of service
rating upon completion and time off after completing the course. Both incentives were
applied on the basis of performance rather than aptitude. Groups studied under both
incentive conditions did not differ in performance, but the first group finished training
in 17 percent less time than average non-incentive groups, while the second group
finished in 11 percent less time.

A recent study looked at computerized instruction in 50 randomly selected Navy
technical training courses (reference 39). Generalizing the results to all Navy technical
training, it was estimated that technical training costs would drop at least ten percent
and manpower costs at least 20 percent if this instructional technology were implemented
at its current state of effectiveness and cost. Routine course maintenance and updating
requires completely rewriting a course every five years, based on Air Force experience
in rewriting about 75 percent of training materials in a four-year period (reference 39).
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For jobs where computerized instruction is less relevant, those where practical
skills are important, the Army has developed a training model featuring peer instruc-
tion in a job-simulated context (reference 40). It is organized around job performance
stations where an advanced trainee performs job duties under the supervision of an
instructor, while a new trainee observes. After the new trainee is familiar with the
duties, he learns the necessary job skills from the advanced trainee over a flexible
period of time. When both trainees are sure that the new trainee has mastered the
skills, they have an instructor test his proficiency. If he fails the test, he repeats
the cycle. If he passes, he becomes an advanced trainee with a new trainee observer.
Then he progresses to teaching new trainees while they observe and learn. The
sequence is:

Observation period (new trainee)

Learning period (new trainee)
Job-performance period (advanced trainee)
Teaching period (advanced trainee)

Both the computerized and peer training regimes take into account individual
differences in the capabilities of trainees by gearing their pace to his progress in what
amounts to a one-to-one instructor-student relationship., They also provide immediate
knowledge of results and experience with the "materials" of the job. Obviously startup
costs are high, but with widespread applicability and a focus only on what is actually E
needed to do the job, benefits in reduced training time, increased efficiency, and
heightened interest will accrue.

Course Design

For training courses characterized by a rigid schedule of lecture, demonstration,
and practice, significant increases in efficiency can still be made. The Experimental
Volunteer Army Training Program (EVATP) is one example (reference 41), It is
based on:

1. Performance oriented instruction - doing, rather than passive absorption of
information;

2. Learning in a functional context - theoretical and technical materials are
presented only when the trainee needs to learn to perform a skill and at
such time as he can see the relation between the information and the skill
he is learning;

3. Self-pacing of instruction - practice at the trainee's own pace with a check
out by the instructor when he feels he is ready;
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4. Insistence on mastery - the trainee must perform the skill without error,
and if he does not, is retested until he does;

5. Feedback to instructors and trainees - so that trainees know their weaknesses
and problems, instructors can gauge the effectiveness of their instruction,
and remediators or reviewers can tackle specific faults and weaknesses;

6. Quality control - immediate checks as part of instruction, a diagnostic test
part way through training, and a test at the end of training to assure the
reliability of the training center's output.

In general, EVATP produced soldiers with a high degree of skill attainment in the sub-
jects tested and enabled lower aptitude trainees to reach the standard of mastery by
the repeated retraining/retesting procedure.

The NPRDC has written a manual for job training course design and improvement
(reference 42). It stresses the need for identifying the job tasks for which training is
given and the restriction of course content, especially information and theory, to the
minimum needed to learn to perform the job task. The reasons for this are (1) what
is not soon used is soon forgotten, and (2) there is so much that is relevant to be learned
that there simply is no time for the irrelevant or the nice to know.

Application of the course design procedure requires effort on the part of all con-
cerned, from the instructor to top training management. It is easy to document that
much training is ineffective, e.g., mathematics not used is taught electronic technicians
and physics not used is taught welders. However, it is not only that much of what is
taught is not needed, but much that should be taught is not taught or taught well. For
example, surveys of electronics technicians have found much more inadequacy than there
should be in the operation of test equipment. Surveys of sonar technicians over time show
that this situation has become worse. That electronic equipment operates at all is a
tribute to the efforts of the few technicians who are able to do their jobs well, perhaps
in spite of poor training or even the lack of training (reference 42).

!ob Aids

A job performance aid provides step by step instructions for performing the job at
hand. The Air Force Human Resource Laboratory has done<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>